













Abstract:	This	 study	aimed	 to	measure	 the	 effect	 of	work-family	 conflict	 on	
employee	performance	of	 the	part-time	employee	of	a	packaging	 industry	 in	
Tangerang	which	are	mediated	by	 readiness	 for	 change.	Data	 collection	was	
done	 by	 simple	 random	 sampling	 technique	 and	 the	 returned	 and	 valid	
questionnaire	 results	were	 143	 participants.	Data	 processing	was	 used	 SEM	
method	with	SmartPLS	3.0	software.	The	results	of	this	study	concluded	that	
work-family	 conflict	 have	 negative	 and	 significant	 effect	 on	 the	 employee	
performance,	but	work-family	conflict	have	a	positive	and	significant	effect	on	
readiness	for	change.	Also,	this	research	found	that	readiness	for	change	have	a	
positive	 and	 significant	 effect	 on	 relationship	 work-family	 conflict	 and	















the	 conventional	 family	 structure	 (Sharma,	 Chakrabarti,	 &	 Grover,	 2016).	 The	
conventional	 view	 considers	 that	 a	 woman	 does	 not	 need	 to	 study	 as	 much	 as	
possible	 since	a	woman	becomes	 just	a	housewife	 in	 the	end.	So	when	a	woman	
wants	to	channel	her	talents	by	working,	the	local	group	tends	to	stigmatize	them	
and	 they	 are	 seen	 as	 putting	 their	 duties	 as	 housewives	 aside	 (Huges	 &	Muñoz	
Guzmán,	2016).	
The	 stigma	 that	 develops	 in	 this	 culture	 is	 increasingly	 shifted	 by	 more	


















sit	 with	 her	 child	 comfortably	 in	 order	 to	 finish	 her	 domestic	 chores.	 Third,	
behavior-based	 conflict	 is	 a	 conflict	 that	 occurs	 when	 behavioral	 expectations	
differs	 from	 other	 role-behavioral	 expectations.	 The	 mismatch	 in	 individual	




time	will	 result	 in	disharmony.	The	double	 role	 of	 female	workers,	which	would	
include	 the	work-family	 dispute,	 is	 one	 of	 the	 problems	 that	 occur.	Work-family	
conflict	 is	a	 form	of	 conflict	between	roles,	 including	 the	burden	or	 imbalance	of	
roles	between	career	paths	and	 family	roles	(Lyu	&	Fan,	2020;	Zhang,	Griffeth,	&	
Fried,	2012).	Because	of	the	excessive	time	and	effort	spent	working,	high	working	
hours	 and	heavy	workloads	 are	 a	 clear	 indication	of	 a	work-family	dispute.	This	




(Andrews	 et	 al.,	 2017).	 The	 financial	 state	 of	 the	 husband	 does	 not	 satisfy	 the	
family's	needs,	 therefore	 the	husband	demands	 that	a	wife	 in	 the	household	also	
intervene	to	help	meet	the	financial	needs	of	the	family	(Poduval	&	Poduval,	2009).	
The	financial	situation	herein	is	not	just	the	key	factor	that	causes	tensions	between	
work	and	 family.	The	 restricted	educational	 factor	 is	 another	 factor	which	might	
cause	work-family	tension	in	the	family	(Ahmad,	2008;	Kremer,	2016).	
Numerous	husbands	 or	 family	 heads	have	 only	 graduated	 from	 junior	 high	
school	or	high	school	in	households	with	economic	difficulties.	Of	course,	with	such	
a	level	of	education,	the	ability	of	a	husband	to	handle	family	disputes	is	diminishing,	






failure	 of	 the	 husband	 to	 find	 decent	 jobs.	 The	 husband	 then	 becomes,	 in	 fact,	 a	
burden	to	the	family.	
Research	conducted	by	Gözükara	and	Çolakoğlu	(2016)	shows	that	there	is	no	
substantial	 association	 between	 workplace	 family	 conflict	 and	 employee	
performance.	 The	 other	 side	 of	 the	 conflict	 might	 still	 affect	 performance.	
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disputes	with	 the	work	 family	 have	 a	major	 connection	with	 success	 (Geroda	&	
Puspitasari,	 2017;	 Ru	 Hsu,	 2011)There	 is	 a	 hypothesis	 from	 some	 of	 the	 above	
studies	 about	 the	 impact	 of	 working	 family	 conflict	 on	 employee	 performance	












questionnaires	 to	 all	 packaging	 industry	 employees	 in	 Tangerang	 City.	 The	





processing	 data	 was	 performed	 by	 using	 PLS	 and	 using	 SmartPLS	 version	 3.0	
software.	The	population	of	this	study	amounted	to	227	people.	The	questionnaire	





















Latest	degree	 ≥	Bachelor’s	degree	 0	 0%	
	 Senior	High	School	 125	 87.5%	
	 Junior	High	School	 18	 12.5%	
	
Test	Results	of	the	Validity	and	Reliability	of	Research	Indicators	
The	 measurement	 model	 testing	 stage	 included	 testing	 for	 convergent	 validity,	
discriminant	validity.	Meanwhile,	to	test	construct	reliability,	Cronbach's	alpha	and	
composite	reliability	values	were	used.	The	results	of	the	PLS	analysis	could	be	used	


























Variables	 Items	 Loadings	 Cronbach’s	Alpha	
Composite	
Reliability	 AVE	
Work-Family	Conflict		 WFC1	 0.871	 0.913	 0.926	 0.716	
	(WFC)	 WFC2	 0.924	 	 	 	
	 WFC3	 0.824	 	 	 	
	 WFC4	 0.720	 	 	 	
	 WFC5	 0.876	 	 	 	
Readiness	for	change	 RFC1	 0.778	 0.915	 0.932	 0.662	
(KUB)	 RFC2	 0.776	 	 	 	
	 RFC3	 0.863	 	 	 	
	 RFC4	 0.813	 	 	 	
	 RFC5	 0.839	 	 	 	
	 RFC6	 0.796	 	 	 	
	 RFC7	 0.828	 	 	 	
Employee	performance	 KK1	 0.790	 0.924	 0.941	 0.727	
(KK)	 KK2	 0.892	 	 	 	
	 KK3	 0.933	 	 	 	
	 KK4	 0.878	 	 	 	
	 KK5	 0.783	 	 	 	
	 KK6	 0.828	 	 	 	
	
Table	3.	Discriminant	Validity	
Variables	 KK	 KUB	 WFC	
Readiness	for	change	(KK)	 0.852	 	 	
Employee	performance	(KUB)	 0.790	 0.814	 	












Discriminant	 validity	was	 performed	 to	 ensure	 that	 each	 concept	 of	 each	 latent	
variable	is	different	from	other	latent	variables.	The	model	has	good	discriminant	
validity	 if	 the	AVE	 squared	 value	 of	 each	 exogenous	 construct	 (the	 value	 on	 the	
diagonal)	 exceeds	 the	 correlation	 between	 this	 construct	 and	 other	 constructs	







AVE	 square	 root	 value	 above	 the	 correlation	 value	 with	 other	 latent	 constructs	


































Hypotheses	 Relationship	 Beta	 SE	 T	Statistics	 P-Values	 Decision	
H1	 WFC	->	KK	 -0.112	 0.049	 2.272	 0.023	 Supported	
H2	 WFC	->	KUB	 0.392	 0.058	 6.734	 0.000	 Supported	
H3	 KUB	->	KK	 0.834	 0.054	 15.323	 0.000	 Supported	
H4	 WFC	->	KUB	
>	KK	








   
 
	
Square	 value	 of	 employee	 performance	 (KK)	 was	 0.636	 which	 means	 that	 the	
employee	performance	variable	(KK)	could	be	explained	by	the	work-family	conflict	



























research,	 that	 readiness	 to	 change	 has	 a	 positive	 and	 significant	 effect	 on	
performance	(Banjongprasert,	2017;	Katsaros,	Tsirikas,	&	Kosta,	2020).	Based	on	
the	statistical	calculations	summarized	in	Table	6,	it	is	concluded	that	the	readiness	























is	 also	 able	 to	 have	 a	 positive	 and	 significant	 impact	 on	 readiness	 for	 change	 in	
employees	during	 the	Covid-19	pandemic,	why	 is	 that	 so?	The	 answer	 is,	 in	 this	
pandemic,	 the	 reality	 of	 life	 forces	 employees	 to	 sincerely	 accept	 the	 pandemic	
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